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Mr. Chairman, 

I apprjeciate this opportunity to appear before the 
Subcommi tteo on Civil ajnS Constitutional Rights to tesL .fy 
on the Equal Employment Opportunity (e::0) Program of the ' 
Department of Justice. With '>me are Robert S. Smith, 
Director, Personnel and Training. Staff , J. Dennis . Scrivens , 
Chief, EEO Group and Bronson Clayton, Leginslative Assistant, 
Office of .Management and Finance. ' ^ 

I think that the best way to present the Department 
of Justice's EEO Program is by describing the development of 

♦ 

our present prog-ram, the problems we have solved along the 
way, the obstacles which remain apd the actions we are taking 
to achieve equal opportunity in employment throughout the 
Department. , — 

BACKGROUND 

Our current EEO Program wa^ established by an order of 
the Attorney General dated July 17, 1969. The basic structure 
of., the EEO Program \s reflected in Title 28 of the Code of 
Federal Rocrulat ions , Pari 4 2A. Part 42A delec^ates to the 
Assistant Attorney General for Administration the responsi- 
bilitv to publish, implement anc administer programs to guidQ 
positive EEO actions toward the clinination of the causes of 
discrimination and to establish procedures for processinq , 
, oTDplaints oC discrimination. Part 42A also delegates to the 
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Ass>istant Attorney General for Civil Rights the responsibility 
' for -appointing a ^cbmplaint Adjudication Officer to render 
final decisions for- the Department on employee and apjilicant 
complaints of ' discrimination because of race, color, religion, 
sex, national origin or age. ^ ' * ^ • , 

Earlier, the Department ' s'EEO Program had been assigned 
to th^ Deputy Attorney General] s office. In November of 3.968, 
Jbhe Assistant Attorney General for Administration began .the ^ 
development of a re'sponsive program by recruiting a full-time 
EEO Specialist assigned' to, tie Department's Personnel and 
Training Staff. Throughout the fall of 1968 and the first 
half of 1969 we secured EEO Program suppqrt in each of our 
major subordinate organizations, including the designation 
of part-time EEO officials to serve the bureaus, offices, ^ 
..^boards and divisions of the' Department . We also proposed 
Department EEO Program regulations, to bring the Department 
into compliance with pertinent Executive Orders and U.S. 
' Civil Service Commission regulations. 

As a result, the Department's first EEO regulations w.ere 
published on the same date that the Attorney General formally 
established the current program ~ July 17, 1969. The 
regulations brought further definition to the primary delega- 
tions of authority found in the Code of Federal. Regulations 
and guided the commitment of resources on the part of our 
maior subordinate 'activities to the EEO Proqr^'m. Tb^ • 
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regulations also provided detailed" procedures for 'processing 
discrimination complaints. ' « 

IMPLEMENTATION ^ . . 

Among the \fery first steps that we took to implement 

the EEO Program was the development , of the Department's first 
«\ • 

EEO Affirmative Action Plan. 'The plan was adopted iir October 
of 1-969 and established affirmative EEO aption objectives for 
calendar year 1970. A key objective in our firsi: plan was' 
.the requir^ement of a ireliable system for reporting minority 
employment^. The Department ' s' current automated personnel data 
system is the result of , several stages of development and pro- 
vides information on minority and female employment and other 
data. 

The adcJitional data opened our eyes :o the great distance 
^' we would h^ve to go to fulfill tne objectives we were 

establishing for equal opportunity for minori ties and women. 
For example / employment data for the totcil Department of 
Justice as of the end of 1969 showed that minorities accoun^ted 
for 3, 850 or 10.8 percent of the total \/ork force of 35, 582. 
Female emplo/oes number 11,939 or 33.6 percent of the total. 
For the most part, both female and minority employees were 
clus'tcred in the lov/er qrade Ifcvcls and in the less prestiqi- 
ous occupations. 
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The Department's Affirmative Action Plan for 1970 
and for each succeedijag year has been developed to resolve 
problems surrounding employment, of women, Blacks/ Hispanics 
Native Ttoericans and Asian Americans. The mahagement pro- 
gram ar.eas covered in our plans include ^org^anizat ion, 
allocation of resources, recruitment,' promotion-, upward ^ 
mobility, training, activities with minority communities, 
program commiinications , awards, p^rpgram evaluation and dis- 
• crimination complaints, \ 

A continuing elejnenc in our annual Affirmative Action 

Plans has been the effort to more fully integrate women and 
minorities into the major occupations of the Department. This 

effort has *f ocused on .six occupations which' historically . 

account for 40 to 45 percent of our total work force and 
\ which have provided the basic training grounds for many of 

.ourt^ top executives. The six *'key"' occupations are: Attorneys, 

Cr^iminal Investigators, .Correctional Officers, Deputy U.S. 

Marshals, Border Patrol Agents, and Immigration Inspectors. 

The first study of the six key .occupations conducted with 

the automated data system", as of November 1970, shov^ed that \ 

minorities comprised approximately 4.6 percent, while women 

represented l.'S percent o.f the 18,473 employees in these 

occupations . 

As a result of actions taken under our annual plans, some 
major breakthroughs have been achieved to incorporate women 
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and minorities more fully., into the six key oqcupationsf 
'-As of today, the Department has more than doubled ^the minority 
and female employment in the six key occupations to 10.3 percent 
and,, 4.4 percent, respectively. In additiqn, there are 5,552 
persons employed by the Department at levels GS-9 through 
GS-18 inNjther than the six key occupations. 1,146 or 20. '6 
percent of this grouping are women and 627 or 11.3 percent ^ ^ 
are minorities. ''Finally, in terms of the Department's total 
employment of 52,078, about 33. percent are women and 18 percent 
3re. minorities. ^ ' . ^ . . 

During the five years since^ November of 1970, women Have 
^been' integrated into all of our law enforcement occupations ^' 
including Criminal Investigators, Border Patrol Agents dxicl 
Deputy U.S. Marshals. Placement of women in these positions 
is both tn- result of changes in U.S. Civil Service Commission 
regulations regarding employment of women in positions re- 
quiring, the bearing of firearms and of the Department's 
affirmative recruitment efforts. 

In 1975, th^ Immigration and Naturalization Service, 

« 

working with the U.S. CiVil Service Commission, recognized 
that ability in the Spanish language was a job-related factor 
for the Border Patrol Agent occupation. Accordingly, five 
.additional score points were given to Border Patrol Agent 
applicants who demonstrated this ability. 



• Many of the problems indentified in the studies. _ 
mentioned above,/ as .well as the Attorney General's commitment^ . 
bo improve in specific areas, are reflected in hie memorandum 
tiS-^all emp^loyees on EEO ip- the Department of Justice dated ' 

April 18; 1975/ a copy of which is "Attached to this testimony. 

t ' • 

In addition to the strides which have been made an 

recruitment and placement; we continue through^ our Affirmative 
Action Plans to*: 

' — Develop and provide specific EEO training for^. super- 
vJ.^brs/ special emphasis coordinators, EEO counselors 
and investigators and volunteer representatives. 
— Participate and exhibit at job fairs,* seidinars arid 
conventions of national civil rights and community ^ • . 
. action or-^anizations, Our participation is intended 
. to inform various communities of tlfe missions and 
employment neods of .the Department and* its major com- 
ponent activiti»"::s . The or,ganizations have included 
the League of United Latin American Citizens (LULAC^; 
the National Assoc "ition for the Adva-ncem^nt of .Colored . 
* * People (NAACP); t>e Federal Employed Women (FEW); the. 
American G. I. ForOm; the National Urban League; the 
. National Federation of >3usiness and Professional Vtomen's 
Clubs, Ii?c.; the Japanese Ameri€:an Citizens League (JACL) ; 
Incorporated Mexican Ameriv^an Government Employees (IMAGE) 
the National Congress of American Indians; the National 



, . ^ Association of Blacks in Criminal Justice (-NABCJ) and ^ 

• « 

^.tfie People United to Save Humanity (PUSH) . , . " 

• — Disseminate program information through 'our newsletters 

♦ 

Women in. Justice -and. ' Equal Times . We have also developed 

the recruitment brochures Jobs in Justice in English" and 

Spanish which have been distributed" a-t all Civil Rights 

conferences attended by- the Department of Justice during 

& 

the .past two years. 

• ' __ Support the Department's special emphasis programs 

for our womeif, Hispanic,' and Black employees and' appli- . 
cants. 

RESOURCES ALLOCATED' TO EEO PROGRAM . , 

Before describing the actitivies of our special emphasis, 
programs, let me^ outline the evolution of our EEO Program in 
terms of resources from its- meager beginning of one full-time 
EEC Specialist in 1968 to the vigorous program of nearly 1,^00 
full and part-time persons we have today. , 
Beginning with part-time EEO assistants in e'ach major 
subordinate activity and one full-time EEO Specialist at the 
-Department level,, we added and trained a handful of EEO 
counselors and investigators. ' Today there are more than 480 
EEO counselors and investigators serving our employees^ 
throughout the nation. Six of the investigators are full-tim^ 
Bureau EEO offices were established., and the part-time EEO 
officers were" raised to 'full-time . Toaay th^re are seven 



full-time"EE0 officer-s at the* Departnlent and bureau head-* 

- - • ' * " > , ♦ \ 

• - • ^ ' , » 

quarters supported 'by six full-time clerks, six full-time ^^ 
and'§25 p^rt-^time ^EEO coordihators located primarily in the" 
field. There are also nearly 340 employees serving part- ^jf 
time under the Volunteer Representatives -.Program to assist 
our employees and applicants who are .pursuing allegations of 
discrimination against the Department, Finally, there are 
'M full-tin\e-and 275 part-time coordinators at headquarters 
and ^iYi tbe field. for our special emphasis programs 'for women, 
Hispanics, and Blaoks. These special, emphasis programs in- 
elude the Federal Women's Program, the Spanish-Speaking Program 
and, recently, the Black Af.fairs Program^as well as a program 
for the handicapped. 

,S PECJAL EMPHASIS PROGRAMS , " . \ * , ■ 

The Department's Fe^aer^l Women's Program (FWP) consists 

•of coordinators- for Department and Bureau headquarters and ^ 

' field activities a^d is organized to focus on .special employ- 
ment concerns of our female employees and applicants. Under-^ • 
the leader^sh/p of the Department's FWP 'coordinator and the 

^Chairperson of the FWP Committee, a post whic^ has beert held- - 
by a ji'op executive, the FWP has developed the Volunteer 

Representative Program, which I have mentioned. The ^WP has 
also developed' two expositions ~ the Women ' s ..Fair 1974 and 
"women's EXPO '75, as well as-a variety of other programs to 
assist women. Both of the, expo.'sit.ions presented. by the FWP " 
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were' so successful that 'the concept has been expanded and 

• will be presented as EXPO .'76 for all' employees highlighting 

■ the contribution of all minorities arid the- handicapped as 

• w^ll^as women. , ' o • . i' ' ' ' ... 

, ^ ■ The "Department's Spanish-Speaking Program , (S'SP) , is also 
organized under- the olpartrtenb and -Bureau Headquarters and 

.field "coordinators as well as a senior of ficial who. is 
*^a^ointed to. se>ve as Chairper^ori of the SSP ComJJiittee-. '^'^^ ^' 
Spanish-Speaking Program has. contributed 'to our' overall -EEO ^ - 
• / *• effort -tc^ recruit minority attorneys through tiheir study of 
Hispanic participation in the'-Department ' s 1975 ' Hono^- 
Graduate Pr'ogram, -In addition, SSP coordinators have led 
- 'our recruiters into various Hispanic .communities . The increases 
we show .'in employment of Hispanics and the Improved under-, 
standing of the Department and its mis.sion within the , 
Hispanic community are am'pn^ the "primary resplts of the _ ^ . 
■ leadership provided by. the SSP, coordinators. - ^ 

The most recent special emphasis program is the piack^ 
.Affairs program (BAP). While the ^lack Affairs -Program ^^as - 
been in' existence less than one "year, it has already been 
• instrumental ^n. assisting several traditiqnally black colleges 

and universities in securing grants from the Law Enforcement ^• 

■ , • Assistance Administration ■ (LEAA) for developing, criminal 

justice curricula. ' ' ^ • 

Additionally, the Department participates in the ^elective 
, placement px^bgram for . handicapped individuals^ and disabled 



veterans. Recently ^ the program was reorganized and 

placed within tile EEO^office to givq it ^the . status and thriist 

of the other specjlal emphasis progran\^* 

All of the organization and resource innovations which 
I 'have just discussed are reflected in Part A of the Depart- 
ment ' s- Affirmative^' Act ion^ Plan for EEO for- 1976 whi9h has^ • 
already b^n*' provided • The inf ormation* is also provided in 
the organization chart which is attached to this statement. 

EMPLOYMENT IN KEY OCQUPATIONS ' * 

The most obvious test applied to each of the changes 
we make is the number of women and minorities ^e appoint ,and 

"employ- Because of the importance of . the sax key occupations, 

\ ^ ■> 
to., our overall mission and because* of the large number of 

opportunities which exist in -these occupations, I will con- 
tinue to use thera> as my example. This does not mean that 
any other occupation within the Department is b^^ng neglected 
in terms of equal opportunity'. It does mean th^t fully 
integrating the six Key occupations is critical to the success 
of our' EEO comiTiitment. 

The data in Tables 1, 2, and 3 as of March 31, 1976, 
and the following discus-sions point -oiit some of the problems 
which remain to be^esolved in relation to e^ch of the six 
occupations and some of the plans we have ^€o overcome the 
.problems. ^ ^ 



Attorneys , 

As Table 1 indicates, there '^e nearly 3,500 attorneys,- 
including 1,675 in the offices, boards- and divisions; 1,582 
in the'Offices of the U.S.. Attorneys; 205 • in the Immigration 
and Naturalizat-aoh Service;; a.nd 49 in various legal counsel 
positions iri other bureaus of the Department. Of these ^ 
3,50Q attorneys, "128 or 3.6 percent' are miiiorities and 355 

■or 9'. 5 percent are female, including 29 min^ity women. 

\ 

The best information we have available from the American 
Bar Association indicates that out of a total of approximately 
30,000 graduating stude^its the number of minority third-year . 
law students in approved law schools is 2,165. or 7.2 percent 
as of the 1974-197'5 term. Of the spring 1975 law graduates, - 
' women totaled 4,546 of 15.2 percent' of kll- graduates . The 
total number of minority and female attorneys recruited 
through -the 1976 Honor Graduate Program was encQuraging. Frolm 
a total of 132 who, accepted offers, 20 or 1512 percent were 
minorities and>42'or 30.9 percent were women. This level_ of - 
representation by women and minorities must ^nd will continue.- 

Border Patrol Agents 

Ttie Immigration and Naturalization Service employs 1,912 
Border Patrol Agents, of whom 11 or 0.6 percent are women, 
including 4 nfinority women. 297 or -15.5 percent. of the Border 
Patrol Agents are minorities, including 278 Hispanics,- 10 
Native Americans, 7 Black? and 2 Asian Americans. ... 

, " - 13n ' ' . 
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"■ Due to the changes previously mentioned, in the Border 
Patrol Agent examination, jirogress has been made in the 
employment of Hispanics in Border Patrol Agent positions. 
While the selection of women as Border Patrol Agents began 
in April of 1975 arid accounts for the relatively low number, 
'data reveal the S'ervice has* never . employed a sufficient 
number of Blacks, Native Americans, or Asian Americans as 
Border Patrol Agents. The Service has been made, aware ot, 
' the deficiencies and is committed to correcting them. 
Co rrectional Officers 

The Bureau of Prisons employs 3,949 Correctional Officers, 
of whom 286 or 7.2 percent are women including 95 minority 
. .women. 776 or 19.6 percent of the Correctional Officers are 
' miriorities. The minority breakdown includes 564 Blacks, 192 
Hispanics including 8 women; 16 Native ^ericans and 4 Asian 
Americans. 

' The D-irector of the Bureau of Prisons set a long range 
goal which was, "the filling of at least 1/3 of all vacancies 
of minority employees in order to achieve a level of 33 percent 
minority employment by 1977. "[Tlhis goal is critically im- 
portant in terms .of having employees on our 'staff who can 
successfully relate to the inmates . . . ." The Bureau's 
efforts to meet their own goal account for the success shown 
in- Table 1. More recently, the Director of the Bureau of 
P^tisons has made the commitment to iritegrate women into all 
O occupations and institutions of the Bureau by 1978. 



The Bureau of Prisons has raised its employment of 
minorities from 8.4 percent in November of 1971 to 16.7 
percent "in March, 1976. During the same period employment 
of minority Correctional Officers rose from 8.8 percent to 
20.0 percent.' However, additional' attention will be given- 
to recruitment of Hispanics., Native Americans and Asian 
'Americans for Correctional Officer positions.^ 
Criminal Investigators 

Federal. Bureau of Investigation (FBI) 
"The FBI employs 8,505 Special Agents, of whom 47 are 
women, including 3 minority women. Also, there are 
109 Blacks, 122 Hispanics, 22 Asian Americans and 17 
Native Americans or a total of 270 minority Special 
Agents in the FBI. That is 3.2 percent ojf the total, . 
which is significantly Less than the minorities .and . 
women in the labor force. In response to a recent 
congressional inquiry regarding minority recruitment, 
the- Bureau's reply, which subsequently has been amended 
to include all of 1975, pointed out that during the 
past four years, 1972 to 1975, the Bureau recruited • 
1,417 special Agent trainees of whom 1-70 or 12 percent 
were minorities and/or women. Although complete 
figures for 1976 are not yet available, 304 Special 
Agents Jiave entered on duty, of whom 37 or 15.5 percent 
were minorities and/or women. - 
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Immigration and Naturalization Service (INS) 
INS employs 902 Criminal Investigators of 'whom 16 
or 1.8 petcent are women, including 1 minority woman. 

Of the 75 or 8.3 percent minority Criminal Investiga- 

> 

- tors, 41 or 4.5cpercent are Hispanic; 32 or 3.5 percent 
are Black; and 2 or .02 percent 'aife Asian Americans. 
INS employment data reveal women and minorities are 
under-represented when compared with respective work 
force populations and the Federal work force. Steps 
are being taken to improve the situation through ^ 
recruitment. 

Drug Enforcement Administration (PEA) 
DEA, the Federal -^drug law enforcement agency, employs 
2, '241 Criminal and Compliance Investigators, of whom 
66 or 2.9 percent are women, including 16 minority 
women. There are 164 Hispanics, 146 Blacks, 28 Asian 
Americans, and 8 Na^tive Americans. In summary," 346 
or 15.4 percent of the Criminal Investigators in DEA ^ 
are minorities. DEA "has established minority and 
female recruitment^ goals and cooperative work-study 
program with higher education institutions with signi- 
ficant minority student enrollments. The innovations 
they .have' made will continue to show progress. * 
Immigration Inspectors 

INS employs 1,699 Immigration_^Inspectors , of . 'Whbm 273 
or 16.1 oereent'are v/omen, j^ncludinq 91 minority women. 

ID ' 
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There are 160 Hispanics, 73' Blacks, 7 Native Americans 

and 30 Asian Americans, or^ a total of 270 minorities 

or 15.9 percent of the total Immigration Inspector _ ^ 

labor force* 

The traditional record of -achievement in this occupation 

will continue to improve. ' " ' 

Deputy U.S. Marshals 

The u/s. Marshals Service employs 1,685 Deputy U.S. 
Marshals, of whom 42- or 2.5 perqent are women, including 
1'4'minority women. There are 270 Black," 64 Hispanic, ^ . 
4 Asian American and 4 Native American Deputy U.S. 
Marshals. -The total number of minority Deputy U.S. 
Marshals is 342^ or 20.3 percent. '.^ ■ 

SUMMARY ' - ' ' . 

Throughout my statement I have stressed the evolution / 
and growth of 'the strong, vigorous Equal Employment Opportunity 
Which the Department of Justice now ha?. I have demonstrated 
how, in a period of rapid growth experienced by the Department 
over the past seven years, minority employment has increased 
at an even greate^rate. I have described some of the 
-.affirmative actions that have been taken to integrate women 
and minorities into the mainstream of the professional develop- 
ment. Finally, on behalf of the Deparmt^nt of Justice, I wish 
to assure this Subcommittee 'and the Congiess that our efforts , . 
to realize the obje{:tive of equal opportunity in employment 

■17 
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for women, Blocks, Hispanics, Native Americans, Asian 
Americans and other. Americans will not diminish now or in 
the future. This concludes my prepared text. I will be* 
happy to> respond to any ques'^ions the Committee might wish 
to ask. 



